This study aims to examine the effect of job satisfaction on the employee performance of
Introduction
The State Civil Apparature is one of the resources owned by the local government in addition to other resources. The low performance of the employee in a regional government can create obstacles for local governments in achieving their goals. There are many factors that influence the performance of the employee including motivation, job satisfaction, stress level, physical condition of work, recruitment, job analysis, job description, compensation system, economic aspects, technical aspects and behavior (Martoyo, 2008: 141) . One of the driving factors for improving the performance of the employee is by increasing work motivation, such as meeting external needs such as primary needs, food, clothing, and shelter and internal needs such as the desire to place himself in a satisfying career position. Providing better external and internal work motivation can encourage employees to work more productively. Other factors that also affect employee performance are work environment factors. Nitisemito (2000: 183) , work environment is everything that is around the workers that can affect him in carrying out the tasks that are carried out. The work environment has a direct influence on employees in carrying out their duties and responsibilities, and a comfortable work environment can improve performance. Conversely, an uncomfortable work environment can reduce performance and ultimately reduce work motivation.
Based on this background, the problem in this study is how is the influence of job satisfaction on the performance of the employee of the Cooperative and SMEs of the West Sumatra Provincial Government, how is the influence of work motivation on the performance of the Cooperative and SMEs Department of the West Sumatra Provincial Government, how does the work environment affect the performance of the employee Department of Cooperatives and SMEs of the West Sumatra Provincial Government, how does work motivation moderate job satisfaction on the performance of the employee of the Cooperatives and SMEs Department of the West Sumatra Provincial Government, how does the work environment moderate the effect of job satisfaction on the performance of the employee of the Cooperative 
Theoretical Review
Motivation is the provision of driving force that creates excitement for someone's work so they want to work together, work effectively and integrated with all the efforts to achieve satisfaction and is a psychological process that arouses and directs behavior towards achieving goals and even motivation is the best tool for the best performance. According to Riduwan (2002: 66) , that motivation can be measured through indicators such as, proper wages, incentives, maintaining self esteem, meeting spiritual needs, meeting participation needs, placing employees in the appropriate place, creating a sense of security in the future, paying attention to the workplace environment and paying attention to opportunities to advance and create healthy competition Kiruja (2013) , states that motivating employees effectively is one of the most important functions of a leader. There is evidence to suggest that organizations that face challenges in retaining employees because of limited opportunities for the progress of the organization and the competitive labor market today. The loss of employees is the loss of skills, knowledge and experience that can make a significant economic impact and costs for the company and have an impact on customer needs. Managers who can motivate employees will help the organization improve employee retention. Leblebici, (2012) , employee performance is determined by more levels in the environment in which they work. The work environment involves all aspects that act and react to the body and mind of employees. If the work environment is pleasant, then fatigue, monotony and boredom are minimized and performance can be maximized. The work environment also affects employee performance. Bushiri's research (2014) , the work environment has an influence on employee performance degradation caused by a lack of flexibility in the work environment, work noise disturbances, lack of interpersonal relationships between superiors and subordinates. On the other hand, Naharuddin and Sadegi (2013), finding a work environment has a positive and significant relationship to employee performance. Imran, et al., (2012) , the work environment has a positive and significant relationship to employee performance. Hasibuan (2007) , job satisfaction is a pleasant emotional attitude and loves his job. Employee job satisfaction must be created as well as possible so that employee morale, dedication, love and discipline increase. On the other hand, Robbins and Judge (2009) , there are 21 factors related to job satisfaction, namely autonomy and freedom, career benefits, opportunities for advancement, career development opportunities, compensation / salary, communication between employees and management, contribution of work to organizational goals, feeling of security in the work environment, flexibility to balance life and work problems, job security, job specific training, management recognition of employee performance, meaning of work, networking, opportunity to use abilities or expertise, organizational commitment to development, overall corporate culture, relationships fellow employees, relationships with direct supervisors, the work itself, diversity of work.
Employee Performance
Kiruja (2013) states that employee performance is a function of ability and motivation, where the ability consists of skills, training and resources needed to perform tasks and motivation is described as an inner power that encourages individuals to act on something. Employee performance affects how much they contribute to the organization, which includes the quantity of output, quality of output, duration of output, attendance at work, and cooperative attitude. On the other hand, employee performance can also be determined as a person's ability to perform and also includes opportunities and willingness to do their work. The meaning of willingness to do their job means that there is an employee's desire to put a lot of effort into their work. One factor that influences employee performance is motivation. Omollo's research (2015), causes of employee performance are low because of motivation caused by irregularities by employees, high recruitment costs, training, increased competition, increased regulation by the government and a feeling of loss of motivation and overwork.
Research Methods
A tool to test the hypothesis in this study using the Partial Least Square ( 
Evaluation of the Measurement (Outer Model)
As noted above, the outer model is to see whether the indicators used in the study are valid and reliable or not. The hypothesis model explains the relationship of job satisfaction to the performance of the employee which is moderated by work motivation, and the work environment. The structural model explains the relationship of the four variables built on one equation, because in it there is an endogenous variable that is the performance of the employee as shown in Figure 2 below:
Figure 1 Hypothesis Model
Source: Processed PLS Smart Data (2018) The results of the initial outer model analysis, there is one item (X3.1) having a loading factor of less than 0.50 so that it will be removed from the analysis model. After removing one item on the outer initial so that all items already have a loading factor of more than 0.50 as described in Figure Inner model in this study only has one endogenous variable, namely employee performance. The accuracy of the model can be measured from the coefficient R2 and f2. The R2 coefficient on this model is 57.2% has explained that there is a high model match on the relationship of job satisfaction, work motivation and work environment to the performance of the employee. While f2 will measure the effect caused if the path that connects to the performance of the apparatus is removed from the model. The coefficient f2 describes the ratio of changes in R2 after one path is omitted in the model. The value of f2 to 0.15 explains that the pathway does not have a large effect as an explanation of the performance of the employee. If the value of f2 is less than 0.02, then the path can be removed from the model because the contribution of the effect on the performance of the employee is very low. The following table is the result of calculating f2. Next, the f2 coefficient calculation results are explained as Table 1 Based on Table 1 above, the variable job satisfaction on employee performance is the path coefficient value of 0.277 (t = 2.168; p < 0.010), meaning that job satisfaction has a significant effect on the performance of the employee. The level of employee performance will be better if the employee has high job satisfaction. Work motivation variable on apparatus performance is path coefficient value of 0.216 (t = 1.885; p < 0.031), meaning that work motivation has a significant effect on employee performance. The level of employee performance is better if the employee performance has high work motivation. Furthermore, the work environment variable on the employee performance has a path coefficient value of 0.392 (t = 3.592; p < 0.000), meaning that the employee performance level of the employee performance is better if the employee performance feels an adequate work environment. To prove the work motivation variable as a moderating relationship between job satisfaction and employee performance performance, it is proven through the results of the interaction coefficient test. The path coefficient of interaction between job satisfaction and employee performance is 0.141 (t = 1.830; p < 0.041), is significant. The results of this test provide evidence that work motivation moderates the effect of job satisfaction on employee performance. The coefficient of interaction with the positive direction explains that increasing job satisfaction will further improve the employee performance of the apparatus if the conditions of work motivation are high. In other words, in situations of high work motivation, and also high job satisfaction will further improve the performance of the apparatus. The verification of work environment variables as moderating the relationship of job satisfaction with the employee performance of the apparatus is evidenced by the results of the interaction coefficient test. The path coefficient of interaction between job satisfaction and employee performance is -0.004 (t = 0.060; p > 0.478), is insignificant. The results of this test provide evidence that the work environment does not moderate the effect of job satisfaction on the employee performance. Discussion 1. The influence of job satisfaction on the performance of the apparatus of the Cooperatives and SMEs Department of the West Sumatra Provincial Government. The results of the analysis found a significant effect of job satisfaction on the employee performance of the apparatus at the Department of Cooperatives and SMEs of the West Sumatra Provincial Government (t = 2.168; p < 0.010). Substantially more job satisfaction is measured in the item of self-esteem and good reputation of the institution (X 3.8). This indicator has a value of loading factor 0.849. The level of reliability of these ten items is in the form of AVE = 0.511, composite reliability = 0.911 and Cronbach's alpha coefficient of 0.890 is acceptable. In the context of job satisfaction, the main indicator used is the apparatus feels high job satisfaction if the institution's self-esteem and reputation can be maintained. 2. The influence of work motivation on the performance of the apparatus of the Cooperatives and SMEs Office of the West Sumatra Provincial Government.
The results of the analysis found that there was an effect of work motivation on the employee performance of the apparatus of the Cooperative and SMEs Office of the West Sumatra Provincial Government (t = 1.885; p < 0.031). Substantially more measurable on the indicators ready to face the challenges of work (X 1.4). This indicator has a value of 0.881 loading factor. The level of reliability of the six indicators is in the form of AVE = 0.549, composite reliability = 0.878 and Cronbach's alpha coefficient 0.833 is acceptable. In the context of work motivation, the main indicator used is employee performance motivated to always be ready to face challenges. 3. The influence of the work environment on the performance of the employee performance at the Department of Cooperatives and SMEs of the West Sumatra Provincial Government. The results of the analysis found the influence of the work environment on the performance of the apparatus of the Cooperatives and SMEs Department of the West Sumatra Provincial Government (t = 3.592; p < 0.000). Substantially more measurable items on vehicle sound are not heard into the workspace (X 2.7). This indicator has a value of 0.857 loading factor. The reliability of these eight items is in the form of AVE = 0.614, composite reliability = 0.927 and Cronbach's alpha coefficient of 0.909 is acceptable. So to measure the work environment, the main indicator used is to measure how high the noise level of vehicles entering the workspace. 
